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What would you like the power to do?”

At Bank of America, we ask this question every day of all those we serve, It is at the core
of how we live our values, deliver our purpose and achieve responsible growth.

Eight lines of business

Serving the core financial
needs of people, companies
and Institutional investors
threugh eight lines of business

Our values Our purpose Responsible growth
+ Deliver wopether To help make financial + We rnust grow and win in
+ Act responsibly lives bexter, through the market — no excuses
= Realize the power e g = We must grow with our
annechi u
of o pecpl connection custorner-focused strategy
=+ We must grow within our
* Trust the teom rick framasork
= We must grow (n a sustainable
manaer by:
= Driving operational excellence
= Sharing our success
- Being a great place to work
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A letter

from Chairman
and CEO
Brian Moynihan

In what has been ene of the most eventful periods
in madem history, our focus on responsible growth
has enabled us to be a trusted source of support,
steength and expertise for our employees. clients,
sharcholders and communities, This is possible
only because of our moere than 200,000 teammates
living and working in the U.S, and around the world.

Last year, we Introduced our Human Capital Managernent Report to provide greater clarity and
Lransparency in how we rmake our CoMpany a great place to work and support our teammates and ther
families. This repart has helped our shareholders and ether stakeholders better understand cur employee
practices. It also serves as 2 baseline by which we can show the progress we continue ta make in
SUPPOITING our LEAMMAtes who Serve sur clients and communities every day.

Since our indtial report, wi have taken extensive SLeps Lo care for the health and S-Bhllj' of our teammates
during the current health crisis, including expanding and enhancing employee benefits and resources,

We have built on our efforts to ensure a diverse and inchusive workplace, and have seen increases in
diverse representation in nearly every ared. And, we continue o make long-term investrents in suppart
of racial equality and economic opportunity, including a 51 billion, 4-year commitment Lo advance work
undenvay to create oppoertunities for peeple and communities of color.

With this year's report, we provide the latest updates in all we do to invest in our teammates, which will
always be core to who we are and how we deliver responsible growth and help make financial lives better
for all those we serve,

Thank youw.

0 VAN CARTAL MANAGEMINT BEPOR



Being a great place to work:
The foundation to how
we drive responsible growth

Our common focus on responsible growth produces sustainable results,

Each day, eur more than 200,000

rearmmates come together with a shared
rhission of daiving responsible growth,

This means:

+ To grow — nd exouses,

= To keep our customer at the center

of what we do.

= To grow while staying within our

risk framevwork.

= To grow in a sustainable manner,

BANK GF AERICA

To be sustalnable, our growth has te
deliver on three things:

. We drive operational excellence.

This creates efficiencies and savings
we imvest back inta irmpraving our
company and client experience,
Inchuding (mvestments n sur
technology, physical netwerk and
aur peapie.

. We ghare eur success with our

communities. This incledes all
we do to drive our envirenmental,
secial and govermnance (E5G)
commitments and to achiewe
progress on societal prigrities,

including those broadly defined in
the United Mations Sustainable
Development Goals; clean/
renewable energy, gender equality,
equal access to apportunities far
prosperity and others, We do this
through our philanthropy, financing
and how we manage our own
Stuivities and expenses.

We have to be a great place to
work for our teammates, Once
agan, we are publishing this Human
Capital Management Report to
highlight our work and progress in

this area.



Qur steadfast focus on

being a great place to work
sets us apart

Each year, In our letter to shareholders
and Annual Report, we share how sur
teammates deliver strong results for our
clients and sharehalders while continuing
1o address the needs and priorities of
society through a disciplined focus an
respansible growth. We know being a
great place 1o weork for our employees is
cone Lo our success, and in our Human
Capital Management Repart we provide
detailed Information about how our
COMPANY SUPPOTLS OUr tearnmates and
thelr families.

In a year that has braught the biggest

heatth and humanitarian crisis in our

Iifetime and a rencwed movement

far racial equality and economic

opportunity, we have taken many

broad-ranging steps, inchuding:

= Supporting employee health and

safety, including transitioning
85% of our employees Lo work
frem heme; establishing on-site
nurses in a number of offices
where [EIMmmates Jne needed on-
location; focusing efforts to care
for teammates who self-identify
a5 being at a high risk for the
coronavirus; and previding face
coverings and personal protective
equipment, conducting enhanced
cleanings and installing. thousands
of wellness barriers

Expanding employee benefits,
including no-cost coronavins testing.
no-cost virmual general medicine

and behavioral health consults and
mental health resources

Launching innovative solutions
to support teammates with
childeare needs so they can
continue to serve our dients and
each other. including child and adult
care reimbursement, resources

for parents and students, and
enhancing the remote learming
capabilities for teammates” children

= Committing to ne coronavinis-
related layoffs in 2020

Helping our teammates to

have conversations en raclal,
soclal and economic inJustices,
with more than 165,000 employees
participating in couragesus
conversations in the first half of
the year alone

Making a 4-year, 51 billion
commitment to advance work
underway to address critical issues
associated with racial inequality
and ecenamic apportunity for
people and communities of color,
including healthcare, jobs, small
bussinesses and housing

This is in addition to the actions we

take each year to make Bank of America
a great place to work for cur teammates,
including:

Diverse representation at all
levels of our company, stanting
with a Board of Directors and
management team that are neardy
S0% diverse. Within the top three
levels of cur company, more than
40% are warmen and neary 2006 are
people of color. And, in cur wealth
management business, far example,
wee have seen meaning ful increases
in the representation of women
and peeple of color.

- Equal pay for equal work, with
compensation received by women
on average greater than 95%
of that received by men, and
compensation recelvid by people of
coler on average greater than 99%
of non-people of color teammates,
a5 valldated by third- party analysis

Suppert for parents and
parents-to-be in the US.
including 16 weeks paid matemity,
patemity and adoption leave;
reimbursement for eligible adoption,
fertility and surrogacy expenses;

no cost expert support pre- and
past-birth for new or future pasents
through pregnancy. adoption or
surragacy: and comprehensive
childeare reimbursement programs

Establishing a great starting
wage, We have made rogular
Increases over several years

and most recently raised our
rriinimarn Beurly rate of pay for
U5, teammates to 520 in the firsy
quarter of 2020, one year earlier
than planned.

Sharing our success with our
tearmnmates. Over the past three
years, we have awarded 51.6 Billion
in special compensation awards

to approximately 95% of cur
tearmnmates in recagnition of efferts
in driving responsible growth.

We are pleased 1o provide additional
detail about these areas — and more
= in this report, and we look ferward
o continuing to share updates on

the progress we are making against
our human capital management
metrics as part of our engoing focus
on delivering respensible growth,

BANK OF AMERICA %7
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Coming together to address
a global health crisis

We're there for our teammates, clients and communities when they need us most.

This year, teammates across our
company have come tegether In new
ways in response 1o the health and
humanitanian erisis affecting individuals,
families and business awners in the
communities where we live and eperate,
Qur company provides essential services
to our cllents and the econormy, and —
through our global presence and long-
standing focus an addressing critical
secietal issues — Is supperting relief
efforts around the world,

4 BANK GF AERICA

Supporting the health and
safety of our teammates

Since the corenavinus was first identified,

we have taken many broad-ranging
steps to protest Ml of our teammates,

« We quickly moved to transition
about 85% of our employees
te work from home, providing
that oppartunity to any teammate
wha identified a5 high-risk, For

employees who identify as higherisk,

many have been redeployed to roles
they can perform remately.

For thase who can't work remately,
wie continue to pay thelr wages
and sakaries,

= To ensure our employees

maintain access to critical
medical ressurces, we have
provided no-cost telehealth
rissounces with 24/7 virteal access
to general medicine doctors and
rmental health specialists, home
delivery service of praventative
prescription medications with

a vemporarly-walved refill
waiting period and ne-cost
coronavirus testing.

« To help address the personal

impacts the environment has had
on teammates and their families,



-

wie have expanded our back-up
childcare for empleyees In the
U5, including previding over

1.7 million days of back-up child
and adult care and an Investrment
of mare than $200 millien in child
and adult care reimbursements
through September te help offset
costs for our teammates.

Additionally, we have previded a
variety of resources to support
parents and caregivers as their
children return to school (whether
in-person or virtually), including a
dedicated back-to-school site with
webinars, articles, weekly tips and
diseounts on computers, devices
and schaol supplies.

We also have added new
physical and mental health
resources, such as training for
stress management, resiliency
and mindfulness — and provdded
additional vacation and persenal

day flexbiliny.

« We have expanded our dedicated
team of Life Event Services (LES)
specialists vo provide personalized
SUPPOTE 1O Leammates impacted by
the coronavirus, and we continue te
offer 2417 confidential counseling
thraugh our Employee Assistance
Program (EAP) for teammates and
their immediate family members,

We have also taken specific actions to
support the health of our thousands of
teammates who continue to work from
the office — In our financial centers,
eperations centers and trading fodrs —
and to recognize ol ur employees are
deing in support of our clients, including:
- Temperature checks, daily health
screenings and on-site nurses
at many of our sites, We will
contimue 1o expand thise Measures
prior to additicnal employees
requrning ta the office,

Enhanced deep cleanings of our
facilities, installing thousands of
wellness barriers and putting
physical distancing markings in
place for our employees and clients

.

Millions of face masks and gloves,
as well as tens of thousands
canisters of disinfectant wipes
and hand zanitizer

More than 23,000 employees
reskilled and realigned to serve
in new capacities and suppert our
clients, incheding to help deliver
financiol relief programs — like the
Paycheck Protection Pregram

Special compensation programs,
including supplemental pay,
enhanced avertime pay and other
spicial incentives for employees
working in our affices and buildings
o serve clients

+ Transportatien and meal
subsidies, delivering more than
three million meals to employees
to-date

These are just some examples of how
we have supported our teammates and
their families during this critical time,
For mare Information on these and
ather programs and benefits we previde,
see pages 20423,

D0 MUNVAN CAMTAL MANAGEVINT REPORT 1



Delivering for our clients
The impact our teammates have made (s unquestioned,

Employees arcund the werld continue to provide advice, guidance and access to all our capabilities to help clients meet thelr
financial needs. In particular, Leammates have been proactively reaching out te clients across all businesses, including by sending
millisns of emails and placing sutbound calls to Consumer & Small Business clients, holding thowsands of calls, meetings and
broadcasts to actively advise and connect with Wealth Management and Private Bank clients, and (ssuing proactive guldance
and market insight from our Bof Global Research and Imiestment Insights teams through multiple channels, including virwal
investor cenferences.

Gur emplayees have also delivered eritical inancial reltef for clients through our programs as well as efferts launched by
the federal government.

Specifically, we have helped 345,000 small business clients receive loans through the Small Business Administration’s Paycheck
Protection Program — extending more than $26 billion to date — and processed mere than 526 billion of Economic Impact
Payrnents for clients. We have also processed nearly two millien payment deferral requests.

Investing in cur communities

Additionally, to help addeess the impact in our communities, we pledged 5100 million toward medical supplies, food security
and sther vital support, and an additional 5250 millien to community development financial institutions (CDFIs) to provide more
companies and not-for-profits access to important capital.

In addition te all of this, in recognition of the broad and deep impact thi: humanitarian ersis Is having on communities and peaple

of color, we have made 2 $1 billion, 4-year commitment 1o dceelerate work undenwvay to help advance racial equality and econamic
oppartunity — specifically focused on workforce development, health care, housing and small-business assistance. We also lowered
the employes matching gift minimum 1o 51 and doubled our match for employee donations to 17 organizations threugh 2020.

S100M S250M S1B

toward medical to community development 4-year commitment to
supplies, food security financial institutions (CDFIs) accelerate work underway
and gther vital support Lo provide more companies te help advance racial equality
and not-for-profits access and economic opportunity
1o Important capital

“Our focus on being a great place to wark has never been more important. While our
teammates are focused on supporting our clients ond communities, we're focused on supporting
them ond their fomilies, moking sure they con be their best both at work ond at home.”

SHERI BRONSTEIN
CHIEF HUMAM RESOURCES OFFICER

& BANK GF AERICA



Setting the tone at the top through
oversight by our Board of Directors

Our Board of Directors oversees our corporate strategy,

The Board Is cusrently compased of 17 directors, 16 of whom are independent from management.
Ameng other impartant duties, In exerclsing thelr responsibilities, the Baard and its committees eversee:

- Management’s identification,
FREISUMSMENL, MONItaring and
control of our risks, including
compliance risk and conduct risk

+ Our maintenance of high ethical
standards and effective policies and
Practices to prolect our reputation,
assets and business

= Qur establishment, maintnance
and adrinistration of appropriately
designed compensation programs
and plans

« Our ESG initiatives, which include
our human capital management
polictes and practices

Qwr Board and commidttess (which
include Audit, Enterprise Risk,
Compensation and Hurman Capital,
and Corperate Gevernance, ESG and

tone at the top and helding management

accountable for maintadning high ethical

standards. They do this in a number of

ways, including:

= Reviewing and providing oversight

of cur human capital management
strategles, programs and practices,
inchuding diversity and inclusion
(D&} geals and progress

« Regularly requesting and receiving
briefings from senior management
on matters related to how we
manage conduct risk, such as
employes training and ssue
prevention, detection, escakation,
management and reporting

= Holding management accountable
for the timely escalation of issues
far review with the Board and its

= Overseeing our incentive plan
design and overnance processes
e previde an appropriate balance
of risk and compensation outcomes

.

Evaluating perfermance for
executive officers across a range
of factors, such as the manner
inwhich results are achieved,
accountability in driving a strong
risk-rianaginent cultuee and

a robust review of scorecards,
including specific diversity metrics

Meeting with key managers below
the senior-most management level
1o assess for themsehns how
conduct and culture expectations
are cascaded throughout our
organization

= Reviewing owr annual Employee
Engagement Survey results,

including the Engagement and
Diversity & Inclusion indices

Sustainability) have 3 key role in the e
aversight of our culture, setting the
Current Board Members'
Women
Directors
47% African-American
Diverse Directors
'I Hispanic
Director

' CEQ Inghuted i Baacd Membees
¥ A of Oongber 7, 2000

Bank of Americais 1 of only 5
S&P 100 companies with & or
more women on the Board?

20 HUMAN CAMTAL WANAGEVENT REPORT



Being a diverse and
inclusive workplace

We're working together to advance racial equality and economic opportunity.

In 2020, cur teammates around the world have come together to build on the wark already undenwiay to drive progress

In rackal equality and econdmic opportunity In our communities. We firmly believe all emplayees should be treated with
respect, live free of discrimination and be able to bring their whole sefves to work. This is core to who we are as 3 company
and how we drive responsible growth,

This year, we have made several new commitments that build on cur lengstanding focus on these impartant issees,
inchuding a 51 ballion, 4-year initiative to create epportunity for people and communities of celor in the areas of health

and healthcare, jobs/reskilling, suppart for small businesses and affordable housing. In September, we anncunced the first
5300 million of that commitment will be dirceted to four key areas; jobs intiatives; community outreach and initiatives;
Minerity Depasitery Institutions (MDIs); and mincrity entrepreneurs, businesses and funds. We alse anncunced a 525 millicn
commitment to help fuel the launch of a new Smithsanfan Institution initiative that explores how Americans understand,
experience and confront race, its impact on commamities and how that impact is shaping our future.

Underpinning cur efforts to advance racial equality and economic opportunity is our continued work to use our volce and
our partnerships 1o convene and engape in important comversations that promote understanding and meaningful progress.
Here you will see more about how we cultivate a diverse and inclusive workplace, support courageous corversations with all
of our stakeholders and focus on partnerships that drive change and address critical challenges facing our communities.

& BANK GF AERICA



Our commitment starts at the top with our Beard of Directors and CEO

Creating an inclusive enviranment starts at the top and extends to all teammates, Qur Board, ks committees and our CEQ play a
key role in the oversight of our culture, holding moanagement Jccountable for ethical and professional conduct and 3 commitment

to being a great place to work.

CED

Sence 2007, Brian Moynihan has
chaired the Global Diversity &
Inclusion Council — the chief

goveming body for our diversity
and inclusion strategy.

Management team members

The management Leam sets the
diversity and inclusion goals of the
company. Each management team
member has action-onented diversity
goals, which are subject to our
quartery business review process,
used a5 part of talent planning and

Inclueded in scorecards reviewed
by the Baard, Management. team
members cascade goals to ensure
commitment and accountabiliy
across the company, a5 well as
support and drive an inclusive
werk environment,

Chief Diversity

& Inclusion Officer

We have a senlor Human Resources
executive who partners with the
CEO and management Learm Lo drive
our diversity and inclusion strategy,
programs, (nitiatives and policies.

Our workforce must represent the communities we serve

Global workfarce

The Global Diversity & Inclusion
Council (GDIC)

The Council promates diversity goal
seqting. which is embedded in our
perfermance management process and
occurs at all levels of the organization.

The GDIC consists of sentor executives
from every group and has been in
place for over 20 years. The Council
sponsors and supports business,
operating unit and reglonal diversity
and inchusion councils to ensure
alignment to enterpeise diversity
strategies and goals.

We believe that achieving strong operating results — the right way — starts with our teammates, and we knesw we must reflect
the diversity of the clients and communities we serve, Our diversity makes us stronger, and the value we deliver as a company Is
strengthened when we bring broad perspectives together to meet the needs of cur diverse stakeholders,

IRIPID

of our RANJEEMEnT Team:
is diverse

of cur management team

ane Women

of cur glabal warkforce
e WOmen

&

of cur US.-based workferce
are people of color

20 HUAAN CAPTAL MANAGEMENT REPORT 9



W believe the routine disclosure of
our workforce diversity metrics holds.
ouUr management team accountable
and ensures we are delivering on our
commitment Lo increase representation
For many years, we have publicly
shared our workforce divirsity data,
and we continued that in last year's
report. This year, we are highlighting
thie representation of Black/African-
Amnericans and Hispanic/Latinos across
our company. as well as sharing our full
representation data on pages 27-28.

M:\mgement lewvels

We have built robust analytics and
put processes n place at all levels
of the company to dhive progress
and accountability. We mexsure
diviersity progress across our top

three management levels, composed of
mare than 1,300 people in senior roles
whao are part of our executive talent
management process and who fuel the
pipeline for cur management tearn,

Managers

Wi hold our more than 20,000 managers
accountable for driving progress in
diversity within their teams. We also
provide opportunities for managers 1o
sponsor and support rising talent to
centinue building eur diverse workforce.

Campus hires

We are fecused on building 2 strong,
diverse talent pipeline of future leaders.
Through recrutment effarts and
partnerships, we're attracting some of
the best and most diverse talent from
argund the warld,

Equal Empleyment Opportunity
(EEQ) categories

Wi benchmark against ether firms

and industry metrics to meniter and
review representation across EEQ
categories. By disclosing our workforce
data, we demonstrate the progress we
are making — progress that is driven
from the top down by leadership who
embrace diversity and inclusion as
integral 1o our business success, By
malntaining this focus, we belleve our
company will be well-positioned to
attract and retain diverse talent, better
serve our clients and communities,
and build meaningful connections
AMONE OUF LEAMmMates,

Improvements in Key Workforce Metrics

+24%

increase in WOMEN
in management
levels 1-3

+41%

increase in WOMEN
in our global
campus class®

Business spotlight: Merrill

+27%

increase in PEOPLE OF
COLOR in management
lewels 1-3°

+50%

increase in PEQPLE OF
COLOR in our
U.S. campus class®

It iz imperative that our businesses reflects the diverse markets in the communities we serve,
In our wealth management business, we've made meaningful progress over the past several years.

Today, Mermill's senbor leadership team is 50% diverse, Additionally, since 2015, we've seen
meaningful increases in the representation of women and pesple of colos: female representation
has increased from 15% to 219%; people of color representation has increased fram 16% to 23%
Black/African American representation has increased from 3% o 5% and Hispanic/Latine
representation has increased from 6% to 9%,

W will continue to drive pregress, which over time means 3 workforce that is even more reflective
of the clients and communities we serve.

" Poreent Indroate fiom 20052019
¥ Pergent Indrease sindg 2009

(L] BANK OF AERICA



Since 2015, we have maintained or increased workforce diversity
while reducing our total headcount by 4%

Management levels and managers

Global and U.5. diversity

Vormen 3% 41%

Management | People of Calor 15% | 19%
levels 1-3 - BlackfAfrican American a% %
- Hispanie/Lating 2% ' 5%

Women 42% ' 42%

—— Peaple of Color 1% | 3%
- Black/African Amedican 2% $%

[ - Hispanie/Lating | 11% | 15%

' Dt bor womnen I3 ghabal; poople of color i3 LS -anly,

% change
2a%
27%

25%

2%
15%

¥ Rbowe, we dischoss Global and LS. Diversity’ beginning in 2075, ax we made o renerwed comnitment 1o our organizational health in October 2015,

% change

Campus hires
Global and U.5. diversity
Woren ko] 45%
People of Color 36% L%
Full-time clyss.
- Black/African Amedican % 13%
- Hispanic/Lating &% 1at

" Data for wemen 3 ghobal: people of cclor is LLS.only.
T For "Campus Diversing we elselosed sur wasidorce data beglaning in 2009, since we measure agsinst 3 10-year grcle.

Equal Employment Opportunity (EEQ) categories

1%

44
133%

% change

U5, diversity
Women 3% Jath
Executive/Se. leved officials and Peosle of Color 15% 15%
TR = Black/African American 4% 5%
- Hispanic/Lating | 4% %
Women 45% S0%
FirsyMid-level officials People of Calor 3% 37%
and managers. - Black/African American 9% 0%
- Hispanic/Lating 1% 13%

EEQ financial services benchmarks - 2019

People of Color

LS. diversity

ExecutivesSr. level BAL: 34% BALC: 19%
officials and managers EEQ: 319% EEQ: 14%
Firstiid-fevel BAC: 50% BAL: 37%
officials and managers EEOQ: 45% EEQ: 25%

The atave 2019 EED kenchenarks reflect the most recent data available from the EEQC
Assiniensl repreentation dats €30 bo found on papes 27.28.

&%
27%
25%

2%
2%
1%

We're proud of
our position relative
to the EEC financial
services benchmarks

for senior and
mid-level women
and people of color
categories.
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Promoting an Inclusive workplace

Te help drive o culture of inclsion, we have developed and provide employecs 30cess 1o o range of programs and resources
focused on building understanding and driving progress in the workplace. This year, we have built en the work we have had
underway for years and have broadened how we engage our teammates on the topics of race and inclusion.

Expanding our perspectives is a critical aspect of how we drive a culture of (nclusion, and open dialogue can help cur employees
£ain a greater understanding and appreciation far one another. Now more than ever, we need to be comfortable with
uncomfortable comversations and deepen our understanding threugh self-education of people’s dilferences, This year, we've
intreduced new guldes and toolkits, and are able to further drive conversations and help our employees be advocates and leaders
during uncemaln times.,

Through August, more than 165,000 emplayees have participated in more than 320 conversations in 2020 alone. We also host
comersations with extermal partners and members of the community 1o discuss topics that are impomant Lo sur teammates and
clients, This includes o virtual conversation led by our CEQ Brian Moynihan, alongside Secretary of the Smithsenian Institution
Lonnie G. Bunch 1, UnidasUS President and CEQ Janet Murgula and Maticnal Urban League President and CEQ Marc Morial to
diseuss racial equality and coonomic opparnunity.

In addition, cur inchusion leaming and development programs combine virtual and in-persen discussions to connect employees at
all levels acress the erganization, This targeted programing helps drive a culture of mutual respect and promote teamwork and
positive engagement. Since 2004, we have had over 682,000 completions reaching more than 166,000 employees whe veluntarily
attended inchusion program sessions.

Let’s Get Real..® courageous myD&| Development Program: Resources inchude live virtual
conversations: Series of organized Offers a series of diversity and 55000, replays, videos, articles,
COUREEOUS Comersations and incluston-focused learning sessions web-based courses and discussion
resources focused on issues created for individual contributors guides.

impacting sur communities and and employee network bers tusion ACTion kit: Provides
how open dilogue can help us. all Diversity & Inclusion Pathways: managers with resources to help
gain greater inderstanding and Lessons that focus on driving inclusion  during important decision moments
appreciation for one anather in the workplace and improving when bias may creep in and impact
Inclusion Manager Series: Individual cultural competency — the employes experience

Provides leaming opportunities te Include resources by toples such as

Equip Managers 1o better address unconscious bias, disability. gender,

béas and drive inclesion deep within LGBT+, multigenerational and culture.

their teams.

Team spotlight: Support Services

We celebrate the diversity of our teammates and the different perspectives that help create a better
and mare inclusive world for all. Through Support Services, an In-house aperations support and
fulfillment proup staffed by over 300 individuals with varying levels of developmental disabilities,
employees eam competitive wages and full benefits,

Mow in s 307 year, Support Services provides individuals regularly facing barriers 1o emplayrment
the opportunity to achieve financial stability and become successful members of their communities
as they make meaningful contributions to our company.

LH BANK OF AERICA



Being accountable te our diversity commitment through eur leadership
councils, Employee Networks and external partnerships

Diversity leadership councils

Wi eNCOUrIge PRer-10-pRer Supporn
through cur diversity leadership councils.
Dur councils convens regularty to hear
from our management team and extemnal
thaught leaders, provide oversight of
our diversity commitment, discuss
SUrAtepies Lo irnprove Jdvecacy.
sponsorship and retention, address
unique obstacles to career advancement
and grow client relationships.

Qur diversity leadership councils inchede:

+ Black/African-American Executive
Leadership Council

Hispanic-Latino Leadership Council
Aslan Advisory Council

Investing in Wemen Leadership
Council

LGBTs Executive Leadership Council

B

*

Disability Advisary Council
Milicary Advisory Panel

11

Employee Networks

Employee Metworks

Qur leadership councils work closely with
our 11 Emplayee Netwerks, comprised of
325+ chapters and more than 120,000
memberships worldwide, The Employee
Metworks help teammates develop
leadership skills, build ties with lecal
communities and advance diversity
recruitment. Demonstrating the demand
for connections, average attendance at
their virtual events since the star of
the coronavinus has been four times
Ereater year-over-year,

I response to the envirenment in

2020, vur Employee Metwarks have
offered opportunities for teammates to
connect and share moments that matter,
Inchuding responding to and supporting
our commmunities globally, Through these
virtual experiences, teammates formed
deeper bonds and accessed a ange

of resources (n connection with their
physical and emational wellbeing,

329+

chapters

Qur Employee Networks inchede:
« Asian Leadership Netwark
+ Black Professional Group
Disability Action Council

- Hispanie/Lating Organization for
Leadership and Advancerment

= Inter-Generational Employee
Metwark

« Leadership, Education,
Advocacy and Development
{LEAD) for Women
Lesbian, Gay, Bisexual and
Transgender (LGBT+) Pride
= Military Suppart and

Assistance Group
= Multicultural Leadership Network

« Native American
Professtenal Network

= Parents and Caregivers Metwaork

180K+

memberships

“We continue to ook inward and hold ourselves accountable to increosing diversity across
our ranks. These commitments build on Bank of America’s longstanding focus on
raciol equelity and economic apportunity, and we will continue to do and soy more.”

CYNTHIA BOWMAN

CHIEF DIVERSITY & INCLUSION AND TALENT ACQUISITION QFFICER
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Extemnal partnerships

In 2edition to our leadership councils and Emplayes Netwearks, we reinforce our commitment Lo diversity and expand our impact
by partnering with other organizations focused on advancing and dniving inclusion in the workplace, including:

= Black Enterprise: Premiene business,

Inviesting and wiealth building
rescurce for African-Americans
committed to programs and
Initiatives te develop Black women

Business in the Community:

The largest U K-based business-led
membership organization dedicated
to responsible basiness, including
supparting the ereation of a skilled,
inclusive workforce teday and for
the future

= CEQ Action for Diversity &

Inclusion: The largest CEOQ-driven
business commitment to advance
diversity and inclusion in the
workplace, representing more than
85 industries, all 50 LS. states and
milliens of teammates globally

= Catalyst CEQ Champions fer

Change: A group of ever 60 CEOs
pledging to dhvance more Women
into all levels of leadership

Executive Leadership Council:
Committed te advancing the rale

and contributions of Black executives
and preparing the g generation
of eorporate leaders

= Hispanic Association on Corporate

Rezponsibllity: An advocacy and
leadership development organization
designed to advance the Inclusien of
Hispanics in corposate America

- Institute for Veterans and Military

Families: Higher education’s firs
Interdisciplinary academic institute
fetused on advancing the lives of
the nation's military veterans and
their families

Latino Corporate Director
Aszociation: Dedicated 1o
developing, supporting and
increasing the number of U5,
Latines on corporate boards

Mational Association of
Black Accountants: Dedicated
to bridging the oppartunity gag
for Black professionals in the
accounting. finance and related
business professions

Out & Equal: Natienal organization
focused on creating a culture of
belonging for all through LGETQ
workplace equality

The Hispanic Promise: Lyenched
in 2019 by the We Are All Human
Foundation with the goal of ereating
a moare inclusive work environment
fiar Hispanics

U5, 30% Club: Launched in 2014,
the U5, 30% Club is comprised

of CEQs and Chairs committed to
developing and promating female
talent within their crganizations.
with a goal of achieving 30% fernale
directors on SEP 100 boards

by 2020

Women in Finance Charter

in the UK.: Launched by the UK
govemment in 2016, the Women
In Finance Charer aims 1o Improve
pender diversity in UK. financial
services.

4
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Attracting and developing
exceptional talent

Our employees are our most valuable resource,

A key aspect of respensible growth s attracting and retaining exceptional talent frem around the world. This starts with how we
recruin new teammates and extends 1o the many ways Wi support their professional development and career growth,

Recruiting diverse talent
to our company

Starting with early identification
programs, we connect first- and
second-year college students o
apportunitics acress the company to
equip them with the knowledge and
skills 1o meet thele full potential, Our
campus programs also pair thousands of
intemns with leaders across the company
o make an impact from the start

Our campus recrultment initiatives and
partnerships are fueling a pipeline of
diverse talent Lo cur comparry, We hire
from more than 350 universities

areund the werld to fll intemship
and full-time positions, including 16
Hispanic-Senvng Instivutions in key
locations, including Puerto Rico, and
17 Historically Black Calleges and
Universities (HEBCUs), Thraugh our
Africa internship Program, we hire
interns from universities in Cite
divoire, Egypt, Ghana, Kenya, Migeria,
Rwanda, South Africa, Togo, Uganda
and Zimbabwe,

We also partner with more than 30
organizations focused on advancing
diverse talent — including ALPFA (the
Aszociation of Lating Professionals

F.

for America), the Mational Black MEA
Assoclation, HECU Challenge, Robert
Talge Foundation, Sponsors for
Educational Opportunity, The Posse
Foundation, Disability:IN and Leshians
Wha Tech, In 2020, we launched our
fiest fully virtual, eight-week surmmer
program for 2,000+ global intems.
The program focused on delivering
business content, real work aSSignments
and volunteer experiences, whike
maintaining an interactive, high-touch
approach. Additionally, interns were
aligned to one of five leaming tracks
that offered a broad approach to
learning across our businesses.
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In 2020, we welcomed another diverse summer internship class

47%

Women
SMONE
global intems

54%

People of Color
among
LS. intems

We continue to drive progress in the diversity of our future leaders, as seen through

our campus hires

45%

Women
among
campus hires

54%

Peaple of Color
TG
campus hires

In addition to early identification and campus programs, we focus on recruiting military and veterans, LGBT+. people with
disabilities and individuals from low-and-mederate income (LMI) commamities. Specifically, we:

= Support milltary personnel
and weterans as they transition
o civilian life; we surpassed our

goal of hiring over 10,000 military

veterans, achleving our five-year
commitment, with plans to
maintain hiring momentum for
the future.

% BANK OF AERICA

= Attract and develop LGBT+ talent
through targeted partnerships
with organizations such as Out &
Equal Workplace Advecates, Out for
Undergrad and Reaching Out

= Hire people with cognitive and
developmental disabilities; our
Support Services team is made up
of over 300 employess across
multiple locations.

« Hire and reskill individuals
frem low-and-mederate income
(LMI) communities; since 2018,
our Consumer & Small Business
division has hired more than 10,000
employees from LMI neighbarhoods
— well shead of cur commitment to
do 50 by 2023,



Creating opportunities for teammates to grow and develop

We recopnize how important It is for
employees 1o develop and progress in
their careers. That's why we provide a
vartety of resources o help eammates
Brone in their current roles and build
new skills,

Leaming tools

We value ur teammates’ varied
experiences and leaming styles. Through
our personalized approach, wie offer
learning and development, programs
that ensure 2l teammates have access
1o the resources they niod Lo advance
their careers:

= Qur Learning Hub allows
teammates te create personalized
leaming plans tailored to their
roles and interests. The Hub alse
provides Jccess to boeks, articles,
courses and videos to bulld industry
knowledge and enhance their
professional skilis,

+ Thraugh our tuition
reimbursement program,
we provide up to 57,500 jup to
55,250 tax-free) annually for
eligible undergraduate or graduate
courses and discounts at a
number of universities, plus free
wnlimited individual academic
2viSOTy Services,

Leadership investment
We offer 3 range of development
programs for leaders who show
potential as future business and C-level
expcutives, including:
= Women's Next Level Leadership
Pragram: Provides assessments,
strategies and tactics to
help multicultural women In
progressing their careers
threugh an eight-month virtual
development experience

+ Women's Executive Development
Program: Leverages the faculty
of Columbla Business Scheol to
engage, develop. retain and support
the career advancement of high
potential talent. The program
Includes assessments, virual
development sessions. leadership
coaching and local market
engagement eppartunities. In
response Lo the global health
«crisis, this program has been
redesigned into o rebust virual
seven-manth expenience,

Diverse Leader Sponsorship
Program: Pairs diverse nising
talent with senlor leader sponsors
1o increase the visibility and
representation of diverse talent
The program includes development
sessions, executive sponsorship
and ENEIEEMENt oppoTLnities.

Accelerated Development
Prograrm: Year-long executive
development program that helps
accelerate the growth of top
leaders through assesaments and
virtual leaming events, as well
a% one-on-one coaching from an
external coach

To drive manager capabilities and build
leadership skills, we offer resources for
new and seatoned leaders, including:

« Manager Resources - Leading
in the Current Enviranment:
Resgurces developed specifically
1o SUPPOIT Managers in the
current health erisis, including
manager guides: Manager
Excellence and enterprise inclusion
sessions; Manager Excellence
Community blogs: virtual tech
toals and reseurces; and weekly
rindfulness sesstons

+ Manager Excellence Program:
‘Shares practical business tips from
senlor lesders and Industny experts,
giving insight into topécs that support
company prionities, The regular
sesshons are acoessible viruwally or
on-demand te meet participants”
preferred and global schedules,

Mew Manager Programe

Helps new or recently promoted
managers build the knowledge and
skills they need to successfully lead
their teams. The program offers

a range of interactive, tailored
resources 1o At managers’ needs
and leamning styles,

Manager Excellence Consultants:
Aarred At mid-level managers. HR
prafi Is provide

coaching and virtual and in-person
sessions o help monagers build
their skills and connect everyday
decislons o enterprise priorities,

In 2019, mere than 90% of eligible
managers vohmtarily participated in
some form of manager development
program.

In addition te our company-wide
manager and executive programs,
many of our lines of business have

thedr ewn tallored career develapment
programs. Line of business learning
and development programs may (nclude
enterprise development content, a5 well
as specific role-based programming,
We believe developing our talent at

this devper, business-specific bevel is
eritical to ensuring cur teammates

are equipped with the training and
shillls thiey reed to deliver innovativee
selutions for our clients.
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Providing pathways to new
opportunities and reskilling

At all bevels of our company, we provide
current and prospective LEammates with
wvisibility inte available reles and cress-
functional opporunities as they consider
what's next for thedr careers, In 2019,
our career teels, resources and programs
helped more than 21,000 teammates
find new roles at our company,

We've expanded our award winning
Career Path Teol. Early research
indicates that wsers of the too] are

up 1o three times more likely to find
thitir next Intemal epportunity,

Through our internal career site,
myCareer. we offer a one-stop portal
for employees” career needs, including

Helped

21K+

teammates find roles
at our company

TRR
(RN
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Job search capabilivies and career
planning tools,

We also partner with Year Up and
other nenprefit erganizations te help
Individwals prepare fer the challenges.
of first-time professional emplayment
and a potential career with us,
Inclueding those without a college
education ar whose life circumstances
may prevent them from accessing
professional emplayment.
Additionally, through our Pathways
career program, we partner with
external organizations to help connect
us o candidates with strong potential
Pathways participants are trained
threugh The Academy — Bank of
Armerica’s dward-winning onboarding.

Supported
the career development of

45K+

Consumer & Small Business,
Moerrill and Private Bank
teammates annually through
The Academy, our award-
winning, high-tech curriculum

coaching and development arganization
dedicated to client-facing teammates
across Consumer & Small Business,
Berrill and the Private Bank. Accessed by
more than 45,000 teammates annually,
The Academy prevides an inwestrment in
weammates from their first day so each
individiual can succeed and develop a
long-tesm career at Bank of America.

We also offer other programs for
targeted development in specific
businesses and reles. As an example,
this year, we Liunched Credit College,
which provides self-directed and virtual
Instructor-led training. and continue

R0 Inviest in programs ke Glebal
Technolegy & Operations University.

Hired

10K

individuals from LMI
communities — well ahead
of pur 2023 commitment




Employee Engagement Survey and turnover

We have conducted an annual Employee Engagement Survey for nearly twe decades. In 2020, more than 0% of teammates
(Rearly 185,000 people) participated, demonstrating our employees’ willingness to give us fesdback on how we are meeting
their needs,

Sinee 2012, our Employee Engagement Index has steadily increased to record levels at 91%. We alse measure an (ntemal D&
Index’ that gives us feedback on our D& efforts and how our teammates feel about being able to bring their whole selves to
work. This index is also at record levels. As further evidence of our inclusive culbure, we also continue bo See an increase in
teammates who feel free to speak their minds and share opinions,

The results of the survey and the process of continuous improvement that ensues is discussed with the Board at least annually.
Our efforts ane reflecting our progress in being a great place 1o work and resulting in record engagement levels and historically
lowe tumover across the company.

Employee Engagement Survey and tumover results
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Supporting teammates’ physical,
emotional and financial wellness

We are committed to supporting our teammates’ and their families” wellbeing by
offering flexible and competitive benefits.

Physical wellness

Our approach to physical weliness is
built cn the things we can do to help
address health risks and manage health
care eosts for our teammates, inchuding
robust health and insurance benefits
and wellness reseurces, Beoween
current U5 ~based teammates and thelr
families and retirees, we are responsible
far providing comprehensive health,
Insurance and wellness benefits to
neardy 400,000 people.

20 BANK OF AERICA

Since 2012, there has been no
Increase in medical premiums
for teammates eaming less
than $50,000, And since 2016,
teammates who earn 550,000 to
less than $100,000 have only seen
2 2% increase. For all teammates,
we vary the medical premium
contribution by annual pay level,
with lirger company subsidies

for those eamning less. Also, our
average comribution increases
since 2012 have been at or below
national health care trends.

« Teammates are encourdged 1o
complete wellness activities —
and receive a $500 credit to thelr
annual medical plan premim.

If the emplayee’s spouse/partner
Mso completes these activities,
this credit 2 increased to
51,000 More than 86% of
employees and thelr spouses/
partners complete the
wellness activities annually.



Based on guidance from the COC,
raedical boards and health authorities
regarding the coronavirus, we have
warked to limit the risk of exposure
RO SPPOT our teammates’ physical

Emotional wellness

Through a range of innavative,
industry-leading and flexible programs
and benefits, we suppost cur

wellness,

= For teammates working in

the office, we have previded
temperature checks, conducted
enhanced workplace cleanings,
provided health and safety
supplles (such as face masks,
glowes and hand sanitizer) and
installed wellness barriers.

- Wi provided washable cotton

face masks to every employee’s
home to help protect them and
thedr famibes,

We provide ongelng access to
our comprehensive benefits and
resources’ — many of which have
been expanded in response to
the coronavirus, Including: no-cost
coronaving testing and related
affice wisit charges. enhanced
back-up childcare and adult care
services through which teammates
«can secure their own back-up care
without pre-approval, Teladoc®
24/7 access to general medical®
and behavieral health consultations
at na cast and wakved refill waiting.
periods for home defivery of
prevention prescription medication.

weammates through everyday
challenges. special moments and
critical life events, inchuding:

« Twenty-six weeks of parental
leave — 16 weeks of which are
fully paid for eligible teammates.
Additionally, we offer a variety
of other leave options, including
persenal, medical and military
leaves leaves, Full-time teammates
are also eligible for 20 days of paid
bereavement leave after losing a
spouse, partner of child,

- Family Planning Reimbursement
program that provides teammates
with the flexibility to cheose
reimbursement for eligible
adoption, ferility and/or surrogacy
expenses, up to a collective
$20,000 lifetime maximum over
the course of their career at the
bank: a Family Support program
offering expery pregnancy, fertility,
o Treezing, doplion, SUrogacy.
infancy and postparium support
at no cost for new or future
parents and their spouses or
partners’; and comprehensive
Back-up and childeare
FRIMBUSEMENt Programs

To help teammates with children
whia have been impacted by the
health crisis, we expanded our
back-up care program to include
reimbursement of up to $100

a day for eligible teammates who
secured thelr cwn care providers.

! Avadable to thase on national bank medical plans.
# ‘Wiriual consulis with physicians also available in some couniries outside the LS.
Kate: Spacific pregrams vasy by region. U5, programs shown

We also provide coverage for
dependents up to age 21 If the
Individual has. special needs and

I5 et able to care for themselves.
Through September, we provided
over 1.7 million days of back-up
childeare for weammates and
Invested gver 5200 million in child
and adult care reimbursements.

Additionally, we have provided

a variety of resources to
support parents and caregivers
az their children return to
scheool (whether in-person or
virtually), incheding 2 dedicated
back-to-school site with
webinars, articles, weekly tips
and discounts on compaters,
devices and school supplies,

« Through our partnership with

.

Thrive Glabal, we provide training
for managers, plus a glebal
expansion of training this
spring for all global teammates,
facusing on stress management,
mindfulness, bullding resiliency
and understanding mental health
waming signs.

Unlimited, confidential, free
24/7 phone access to speciallsts
for counseling during difficult
moments for teammates and
eligible household members, plus
six free face-1a-face counseling
Se4510ns per Issue

HNe-cost consultations and
counseling with Teladoc’s®
behavioral health specialists for
thoze an a bank medical plan
Ho-cost mindfulness apps and

ongoing mindfulness training
for veammates
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Financial weliness

The business case for financial wellness
is clear: if teammates are not finandially
well, there Is 3 greater chance that they
may not be physically or emotionally
well either, That's why we offer robast
financial benefits focused on driving
better behaviors across life priorities
and the financial spectrum, including:

+ Automatically enrolling teammates
into the 401(k) plan, a5 we know
starting to save early helps with
financial planning fer retirement.
Based on senvice for eligible
WS, teammates, we make an
annual contributien of 2% - 3%
regardless of employee 401(k)
contribution level We also
have matching contributions of
up to 5% of eligible pay on a
dallar-for-dollar basis.

Reimbursement for eligible
adoption fertility andfor
SUITOEACY EXPEnses Up 1o 3
masirmum of $20,000 thecughout
an employee’s career with us

Nate: Specife prograes vary by region. LS. peograms shown.
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Financial assistance through
our Employee Relief Fund for
teammates who experience loss
due to natural disasters or other
unexpected emergency hardships,
Teammates can receive up to
52,500 in relief for a qualified
disaster and up to $5.000 for an
emergency hardship. We also
ricognize some employees hive
been impacted by the coronavirus,
such as having a spouse/partner
who has |05t income or thelr job.
As a result, the Emplayee Reltef
Fund has provided grants

for emergency hardships and

1o suppart basic needs, To date,
the Bank of America Foundatian
has provided mare than 56 million
to employees experiencing financial
hardships this year.

Better Money Habits®, a free
educatien resource helping
pecple improve their financial
weliness, through our partnership
with Khan Academy

- Experienced independent financial

counselars through our Benefits
Education & Planning Center
for teammates to recelve free,
persanalized, confidential guidance
to help them get the most out

of their employee benefits and
irvestment education to help
thern achleve thelr financial geals

= The Financial Wellness Tracker

avdilsble through Benefits Online
helps teammates assess where they
are financially and connects them
with personalized suggestions and
COMPany FeSources Lo improve thelr
fnancial health,

Charitable donations through

our Empleyee Giving Program,
incheding credit card and payrall
contributions that can be
automatically daubled with matching
gifts up to a total of 55,000 per

year, Each year, our teammates

direct more than 570 millien to
comminities via individual giving and
our company’s matching gift program.



Supperting our employees

Life Event Services (LES) 5 an internal, highly specialized group that provides personalized support for major Ife events,

including connecting employess 1o resources, benefits and counseling, In response 1o the current global bealth crisis, LES has
assisted teammates impacted by the coronavines. Since its inception, LES has supported teammates through more than 140,000
mamenits that matter for needs related to the following areas:

Leave of absence
upport for employees who need

assistance with a complex leave or
Buldance with a leave-related issue

Retirement
support for employees who
are preparing for retirement

Survivar
suppaort for managers, employees.
and retinges who experience
the loss of a loved one

Terminal illness
suppert for terminally [l employees
and their family members

Medical accommedations
support for employees who need
workplace accommodations

Critical event
support for employees
who are personally impacied
by an event such as a natural
disasten. vislence or house fire

Domestic violence
Lupport and connections to
respuices for employees
impacted by domestic vislence

Transgender and
gender Identity
support for employees
transitioning in the werkplace
and connections o relevant
benefits and resources

Military
support for cur military employees
and families a5 they join the bank,
relacate or take military leave

“When the corongvirus began, | had to toke a couple months off from work for my health
and safety. In working through that with my monager. | wos referred Lo Life Event Services.
The people | spoke with were omozing. Everyone was helpful, and they connected me to
everything | needed — to get tested for the virus. make sure my benefits ond pay were
not interrupted and more. | would 1008 refer my colleagues to Life Event Services.

My cose monager wos personoble. respectful and concerned, and I truly oppreciate her.”

BANK OF AMERICA EMPLOYEE
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Recognizing and
rewarding performance

Our strong pay-for-performance philosophy rewards long-term, sustainable results.

For over a decade, we have conducted
analyses with outside expens 1o
examine individual empleyee pay befere
year-end compensation decisions ane
finalized. and we adjust compensation
where apprepriate,

Equal pay for equal work

We are committed to equal pay

for equal work through cur pay-for-
perfarmance philosephy. We maintaln
robust palicies and practices that
reinforce equal pay for equal work,
including reviews with oversight from
our Board and senlar leaders,

We also have a standard LS, practice
that ristrigts the solicitation of
comgensation informatien from
candidates during our hiring process.
This helps ensure that wie consider new
hires for their individual qualifications
and roles, rather than how they may
have been previcusly compendatid,

Equal Pay for Equal Wark Cemmitments

©@ @ 0 6 ©

Board and senior Annual analysis Compensation Analysis expanded Fair hiring practices.
leader gversight from outside experts adjustments, where into additional including pay inguiry
Appropriate geographies restrictions in the LS.

24 BANK OF AERICA



W realize that there are vanious In 2019, we continued 1o cnhance our effors 1o compensate our employees

metrics related to the topic of pay fairly and equitably, We expanded our review from our regional leadership hubs
equity, and we have consulted with (US., UK, France, Ireland, Heng Kong and Singapore) to include India. Results
extemal experts regarding the most of this equal pay for equal work review showed

appropriate analysis to Support

our commitment to diversity and
Inclusion progress and measurement.
In consideration of this ddvice and
the size of our company, we believe
our equal pay for equal work analysis
I5 thi Mmost appropriale rMeasune

at this time. We believe our pay-for- In the LS., compensation received by people of color is on
performance approach — combined average greater than 39% of that received by nen-people
with our focus on workforce of coler teammates.

representation — will continue

driving the advancement and

representation of women and people

aof eolor in our company.

Compensation received by women is on average greater than
99% of that received by men.

Our strategy, programs and actions are guided by our commitment to be
a leader in the solution for equal pay for equal work, contributing to

the advancement of women and people of color both within our workforce
and in society as a whole.

Competitive compensation Over the past three years, we have awarded $1.6 billion in special compensation
W pay our teammates Lairly based on awards Lo appreximately 5% of cur teammates in recognition of efforts in driving
market rates for their roles, experience responsible growth.

and how they perform, and we regularfy

benchmark against other companti=s 0 We have invested

both within and outside our industry to + 7 7 /0

help ensure our pay is competitive, S 1 6 B

‘We are an industry leader in establishing Minimum pay increase .

an internal minimum rate of pay above since 2010 through special

3l mandated minimurns for our U.S, from 511.30/hr to 520/hr compensation awards

hourly teammates, and have made to approximately

regular increases over the past several 0

years. Qur minirum hourly wage far US, 52 O 9 5 /0

teammates was raised to 520 in the first

quarter of 2020, mare than ane year Bank of America of our teammates

earlier than planned, minimum wage across the globe over
effective Q1 2020 the past three years
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Recognition

We're honared to be recognized by organizations and media around the warld for our efforts to be a great place to work

In 2020, Fortune named us 25 one of the 100 best compantes 1o werk for, one of the best big compantes to wark for and

one of the best workplaces for women. In addition, Euromoney awarded us the North Amenica Excellence in Leadership award
for our response to the coronavirus, and Farbes named us as ene of 25 companies on thelr 2020 Corparate Responders list in
recagnition of our wark through the health crisis,

Fortune

Best Workplaces for Diversity (2015)
Best Workplaces for Parents (201%)
100 Best Companies to Work For (2020)
Best Big Companies Lo Werk For (2020)
only financial services company recagnized
w0 years in o roay

Best Workplaces for Women (2020)
Best Workplaces in Financial Services
& Insurance (20200

Change the Warld (2020)

Top Global Bonk

Euromaney

‘World's Best Bank for Corporate
Responsibility (2020)

Excellence in Leadership — North
America (2020)

Best Digital Bank — Morth America
(2020)

Best Bank for Transaction Services —
Morth America and Latin America (2020)
Best Bank for Small and Medium-Sized
Enterprises — North America (2020)

Linkedin

50 Top Companies in the LS, (2015)
top ronking financiol institution

Working Mather

100 Best Companies

32 eormocuTive yors

Best Companies for Multicultural Women
(2020

Best Companies for Dads (2020)
ranked Ng, 1

Diversity Best Practices Incluzion index
(2020)

Forbes
World's Best Employers (2019)
Corporate Responders (2020}
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Investing in Women Initiative
Catalyst Award Winner (2019)

Bloomberg
Gender-Equality Index (2019)

RateMyPlacement

100 Undergraduate Employers
{2019-2020)

PEQPLE Magazire
Companies that Care (2020

Diversity MBA Magazine
50 Qut Front: Best Places for Wornen &
Diverse Managers to Work (2020)

JUST Capital
America’s Mest JUST Companies (20200
JUST 100 (20200

Military Times

Best for Vets: Emplayers (2020)
ronkied N, &

U.5. Veterans Magazine
Top Veteran-Frendly Company (2020)

UK Armed Forces Covenant
Employer Recognition Scheme Gold
FAoerard (2016-2020)

Stonewall

UK Workplace Equality Index (2020)
ronked No. 28

Disability:IN and the American
Asseciation of People with
Disabilities

Disability Equality Index (2020

Equileap

U5, and Global Gender Equality
Reparts (2019)

named the leading company in LS,
for gender equality

Fatherly
Certified Best Place to Work for Dads
(2019)

Dave Thomas Feundation

for Adoption

100 Best Adeption-Friendly Workplace
(2019)

Global Finance Magazine

Best Bank in the World (2019)

Best Bank in the United States (2020)
Best Bank in North America (2020)

Best Consumer Digital Bank in the
United States (2020)

LATINA Style

Company of the Year (2020)

Top 50 Best Companiles for Latinas
1o Work for in the US.

21 years

MAFE
Top Compandes far Executive Women
12 years

Asiamoney
Best Bank for Corporate Sacial
Respensibility in Japan (2019)

Employee Benefits
Best Benefits te Support Work Life
Balance (2019)

Stevie Awards
9 Awards for Great Employers (20204

Brandon Hall
25 Hurnan Cagital Management
Excellence Awards (2020)



APPENDIX
Equal Employment Opportunity (EEO)
diversity statistics

2019 EED Table (by number of teammates)

Black! Amsrican N
Job & . Pre Hispanicd Az Encdland Mawaland  Two or mose Tozal by
Category L A ":'“ Lating - Alsian Oeher Pacific races (pender
Magive Islanckey
Male pdex L 1] 16 59 & o aw 2750
[ZLF
e officials Female Liag 93 ) 14 5 ] n 1441
and managers
Total 33e2 o 126 EEE) n iz 4191
Mg 7432 g37 1354 1720 3 ax k] 1606
FirstWd-beadl
officials & Female N 1,354 1,665 B0 3 o (L] 1,508
anges
Tosd 14,553 219 3040 2824 - 62 351 ESRIE]
Male 26404 13 e BE07 m Ll L] seTe
Professionals Female 13450 2407 1,565 £393 a7 [ 392 pad ]
Tzl 854 4745 4642 10800 158 160 1053 1542
Male 238 4038 7380 2593 a8 16 748 36601
3 other
Femole 21823 1210 15433 101 7 44 1430 55563
Teasd 336 15348 2813 7994 33 0 2163 s2.169
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2019 EEO Table (by percentage of teammates)

U.5. employee diversity in
Blseks Arrasiean Bathar
Job & Mispanic! " Inekan/ Hawaiian! | Two or mone Total by
€ Gerder Wi il'rir.?:n Lot Aslan itk Poxific i
nerk Mative Eslander

hale 535% 2% 2% L 9% el 0% L]
ExnuteoeSe
leoed officials Female A% 25 1 7% 7% o1% felecd 3% Jia%
20 MANGEETE

Tead 807% 5% 44% 5% 03% el o9

M E5 5 IE% H0% 7% 0% Qv 0% 502%
Firsthiddeel
efficials & Female 308% S9% % 4 5% 0% D% OE% <55%
[ =

Teaal BI0% L-L 132% 122% 03% 03% 6%

M 429 3% 45% 10055 0% Q1% 1% 632%
Prefessionas Female 5% A5% £l 1% AL Qe D&% 5%

Teaal 64 5% 7T T5% 17714 0% 3% (Rl

Wi 13.M% S0% S0% 35% ol 0% 0% 4w
Al ather Frenale 26.7% 138% 85w 3% 3% ] 1.7% Ll
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